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ABSTRACT 
This paper examines and analyzes how contemporary issues of benefits, organizational culture and collegiality affect 
organizational commitment among academicians in Pakistan. Recent changes in educational policies and privatization of 
tertiary institutions have led to robust competition between private  and public sector universities; leading to brain drain issues 
of talented academicians. By considering challenges and changes in various aspects, public tertiary institutions in Pakistan have 
to devise policies and provide opportunities for career development of their academic staff to induce organizational 
commitment. Through this secondary research and highlights, it is hoped that those impacted tertiary institutions would be 
able to better understand factors affecting organizational commitment, devise initiatives and strategies, develop rules and 
policies in retaining their respective employees’ organizational commitment. This includes appreciating committed 
academicians on their task fulfillment and achievements. 
Keywords: benefits; organizational culture; Collegiality;  organizational commitment. 
 
1. INTRODUCTION 
Tertiary institutions play big roles in the development of every country. Universities and these tertiary institutions 
are the cradle for the knowledge seeker who will play important roles in making the world a better place with 
knowledge imparted to them by the academicians. Such learning outcomes are only possible if workforce working 
tertiary educations plays its pivotal role required for the transformation (Rasheed, 2010).  As Denton (1987) stated 
that employee with higher motivation and commitment level will contribute to higher profit margin and productivity. 
The role of the academicians is very important and tertiary institutions’ performance among others depends on the 
effectiveness of the academics. Taking into the present context of academics, it seems that organizational 
commitment may refer to a situation in which those academics accept their respective tertiary institutions and 
willingly remain in their serves (Robbins, 1998). Obviously, universities want to retain high skill and committed 
academicians as well as other employees to be competitive. There were several researches have been conducted on 
‘organizational commitment’ in higher education institutions (HEI) in various countries, including Pakistan. However, 
small number of researchers has studied job dimensions and its relation with organizational commitment especially 
among academicians of public sector universities in Pakistan (Saifuddin et al., 2010). 
According to Meyer and Allen (1997), committed employees are employees who perform their duties to the 
maximum, align their goals to organization’s mission & vision and loyal towards organization”.  Previous Studies have 
drawn attentions towards work place commitment and which has lead to manager’s belief that it is important for 
job retention (Johnston, Parasuraman, Futrell, & Black, 1990; Mathieu, Bruvold & Ritchey, 2000; Boles, Madupalli, 
Rutherford & Wood, 2007). 
Generally, academic staff may be committed to the university for reasons that include: organization’s values, missions, 
and goals are similar to ones set of beliefs (affective); because job hopping may impact ones social standings or status 
(continuance); however other may commit themselves to organization due to their dutifulness or obligation towards 
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society or organization (Normative).  So these commitment levels can be experience by the employees at different 
time or at different position within an organization (Islam et al., 2012).  
 
2. ISSUES AFFECTING ORGANIZATIONAL COMMITMENT 
In light of above evidence, it is argued that organizational culture, collegiality and benefits are important factors that 
may affect organizational commitment especially in context of the Pakistani’s public sector universities (Saifuddin et. 
al., 2010). Furthermore, due to the rapid growing number of private universities in Pakistan, public sector universities 
are struggling to compete with private universities in offering competitive benefits (Rasheed, 2010). As the network 
of the private sector universities has widening, the demand for the competent academic staff has also increased. 
Consequently the universities are now looking for some brilliant academic staff and are willing to pay them with 
better and more attractive salary and benefit packages (Khan, Nawaz, & Khan, 2013). In previous studies researchers 
have established that pay schemes or compensation incentives underpin the importance of organizational 
commitment (Parker & Wright, 2000).  
 
According to Halai (2013) and HEC (2014), table below shows the growing number of universities in Pakistan. 
 No of tertiary institutions in Pakistan 
 Public Private Total 
Before 1947                        1 0 1 
1947-1959                             4 0 4 
1960-1982                          16 0 16 
1983-2010                          73 59 132 
2011-2014                          86 67 156 
 
One of the issues that relates to organizational commitment is keeping the workforce highly motivated, loyal and 
devoted towards their role and responsibilities. It has been a well-known fact among the practitioners that committed 
workforce is more productive and helpful in value creation (Denton, 1987). Moreover, the more conducive of the 
organizational culture, the more organizational commitment among employees could be observed (Clercq & Rius, 
2007; Pati & Reilly, 1977; Ruth, 1992). Many employees have experienced the effect of organizational culture at some 
point or another on their performance and commitment. If organization wants to improve the working condition, it 
should have supportive organizational culture and thus provide satisfactory working atmosphere for employees 
(Werther & Davis, 1996). The employees who are motivated and encouraged by their respective organization always 
feel that their on job performance will determine a good future for them and also for their organization (Shore & 
Martin, 1989; Meyer, Paunonen, Gellaty, Goffin & Jackson, 1989). 
 
Another issue that seems to have influenced organizational commitment is termed as collegiality. Secondary sources 
have shown that collegiality or work place professional relationship is also one of the element which can lead to 
organizational workforce drop out (Hiroyuki, Kato & Ohashi 2007; Karimi, 2007). Meanwhile, Chughtai and Zafar 
(2006) stated that the good cordial relationship amongst the staff of higher academic institution can nurture the 
higher job satisfactions in an organization. Despite this, there is strong undeniable element of collegiality which plays 
an important role in building positive ambience at workplace (Babins & Boles, 1996). 
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From the above paragraphs, this present paper examines and analyzes the capability of public tertiary institutions in 
Pakistan in capitalizing as well managing the three issues (i.e., benefits, organizational culture and collegiality) to 
positively enhance level of organizational commitment among their academicians. Having well motivated and 
committed academicians is really a critical strategic phenomenon. It seems that there is no single business can survive 
and sustain success without committed and dedicated human resources.  
 
2.1 ORGANIZATIONAL COMMITMENT 
Bateman and Strasser (1984) stated that organizational commitment can have many facets such as commitment to 
his/her organization, commitment to their roles and responsibilities and their wish to be seen as part of that particular 
organization. Further, Meyer and Allen (1991) enhance the commitment conception, and categorized commitment 
into three different mechanisms that are: affective commitment, continuance commitment, and normative 
commitment.  
Within the parameter of tertiary institution, one of the most important elements under human resources is the 
academic staff. Thus, one out of many ways to ensure efficiency of the academic staff is to endeavor to enhance the 
value of their organizational commitment to a higher level (Suki & Suki, 2011). Highly motivated staff will always be 
aligning their career goals and objective with organizational objectives (Valentine et al., 2002). Humphreys and Hoque 
(2007) concluded that devoted workforce is the major factor that lays the foundation of a successful university. 
Chughtai and Zafar (2006) also stated that devoted teaching staff will display effective and efficient performance with 
low absenteeism.  
According to the previous researcher (Meyer et. al., 1989; Konovsky & Cropanzano, 1991), their findings asserted 
that employees who always align themselves with business needs and bracing themselves to organizational changes 
will perform better than those who are only fair-weather friend.  
 
2.2 BENEFITS  
In order to run tertiary institution as market-competitive organization, it has to bear operating cost which includes 
wages, salaries and other costs such as incentives or benefits. Fair remunerations and emoluments can help only help 
organization to avoid brain drain and retain and motivate the required workforce. Business rewards and incentive 
schemes have contributed towards on job performance and that is why they have become fundamental part of 
business entity (Chiang & Birtch, 2011). Willis (2000) describes compensation schemes prove to be phenomenal in 
retaining the devoted workforce. Sometimes paying premium prices to talented workforce can help organization to 
retain the staff with critical skill set (Parker & Wright, 2000), which may include special shares, ownership or others. 
Past researchers have highlighted the pay or compensation as a catalyst to bring about organizational commitment 
amongst the staff (Parker & Wright, 2000). Pay and benefits can be used as incentives to encourage employees which 
will contribute to organizational success (Pfeffer, 1994; 1995; 1998). 
 
2.3 ORGANIZATIONAL CULTURE 
For getting well motivated and committed academic staff, it is necessary for public sector universities in Pakistan to 
provide excellent physical working environment for their academicians. Several researches on human resource best 
practices agreed upon the conducive work environs will increase organizational performance, efficiency and 
effectiveness (Arthur, 1994; Abu-Baker, 2010; Boxall & Macky, 2009).  
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Besides that, climate is considered as situational characteristics which link to thoughts and feelings (Denison, 1996). 
Reichers and Schneider (cited in Cooke & Szumal, 1993) defined climate as “mutual understanding of written or 
otherwise organizational practices and procedure.” Literatures by Ahmad and Alvi (1987), Neumann et al., (1990), 
Steers (1977), DeCotis and Summer (1997) suggest that there is a strong correlation between work environment 
and employees` devotion to their job. If any organization wants to improvise its employees’ organizational 
commitment, it has to provide satisfactory working atmosphere (Werther & Davis, 1996).  
 
2.4 COLLEGIALITY 
It is evidenced that a good and supportive co-workers and interpersonal relationship make job easier and enjoyable 
which in-turn increase the level of job satisfaction (Luthans 1993; Ellickson & Logsdon, 2001). Collegiality is co-
workers assisting one another in resolving on job conflicts or glitches by sharing their knowledge and experiences 
in order to provide smooth workflow an important ingredient of organizations successful (Zhou & George, 2001). 
Moreover there have been numerous researches which clearly stated that collegiality has constructive fallout on 
workplace climate (Babins & Boles, 1996). In an environment where collegiality is high, employees can also contribute 
to business by sharing and improving their experiences openly and freely (Fass, Bishop & Glissmeyer, 2007). There 
has been plethora of studies that suggested that a company with higher levels of collegiality will be performing better 
financially and also in their productivity (Joiner, 2007). 
 
3. RECAPITULATION AND CONCLUSION 
This review shall widen understanding of academic staff commitment toward their respective tertiary institutions. 
Organizational commitment is the linchpin for universities to achieve their objectives and goals. In the institution of 
higher learning, organizational performance is directly linked and positively related to organizational commitment of 
its academicians. Highly committed academicians would be helpful in producing graduates with high skills, who can 
participate in today’s dynamic job market and take part in the process of knowledge transfer as well as wealth 
creation. Therefore, issues that affect organizational commitment shall be given priorities by all public tertiary 
institutions especially in Pakistan. This research shall help the policy makers to install such polices which furthers the 
organizational commitment in the academic staff who are the doorway to economic prosperity of a country. 
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